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Vocational delay of gratification (VDOG) means occupational maturity; it helps 
individuals restrain the temptation of immediate interests or enjoyment for the 
purpose of further career development. Previous research showed that the VDOG 
makes contribution to individuals’ work attitude, work behavior and work results. In 
the context of comprehensive deepening administrative reform, improving the job 
performance of civil servants is essential to build the service-oriented government. 
This article discusses the VDOG of civil servants and the relation between it and the 
job performance based on 138 civil servant questionnaires from 27 provinces and 
autonomous regions. The main results of this research are as follows: 
    (1) The overall mean score of civil servants’ VDOG was 73 points. Civil servants 
got higher vocational delay of gratification score in “concept” than in “action”. 
(2) On the single influence factor of VDOG:  gender, ethnicity, education, 
marriage status, job category, position level, length of service, and characteristics of 
work unit didn’t make any sense. The only factor that made difference is the age.  
(3) On the multiple influence factors of VDOG: age and length of service 
produced a significant interactive influence to the VDOG of civil servants; job 
position level and length of service also affected interactively. 
(4) The correlation between the VDOG of civil servants and job performance and 
its four dimensions was significant and positive. Civil servants’ VDOG could predict 
and explain 35.8% of their job performance. In the four dimensions of job 
performance, the predictive power of civil servants’ VDOG to their task performance 
was not significant, but the VDOG of civil servants significantly predicted contextual 
performance, innovation performance and learning performance. 
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对工作和职业领域的延迟满足的研究始于 Reynolds 和 Schiffbauer，他们
从“职业发展”这一视角出发，赋予延迟满足这样的概念：“员工会为了更远大
的职业目标以及更辉煌的愿景不懈奋斗，坚定初衷，哪怕中途出现了即刻满足的
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表 1-1 职业延迟满足测量工具整理 
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实证支持。第二种是由 Motowidlo和 Broman 提出的二因素模型，即任务绩效和
关系绩效②，该模型由于量表简单可行，结构清晰，受到了大量研究者的青睐，
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